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It�s important that we always remember our
mission � to recruit qualified men and women for
service in the world�s greatest Navy.  The Congress
mandates a specific end strength number to be
achieved by 30 September of each year.  We work
diligently to attain monthly contract, accession,
program, and shipping goals to ensure that our end
strength number is achieved every September.

However, with the immediate focus on
monthly goals, it�s sometimes easy to lose sight of the
fact that we don�t operate alone in meeting the
Navy�s manning mission.  The task of recruiting future
Sailors is a complex process, and we are fortunate to
be part of a bigger team willing and able to pull
together to achieve our goals.

Our success in March was the direct result of
a total team effort and our commitment to working
together.  Recruiters in some districts picked up the
load for others who didn�t quite make their goals.
The headquarters staff contributed with support to
field recruiters and district personnel.  In fact, the
individual at headquarters who compiles our One
Navy report came in on Sunday, after we made goal
at midnight Friday, to prepare the report so everyone
in D.C. would know the first thing Monday morning
that we had made our goal for the month.

Our supporting commands also were part of
the team effort.  The Recruit Training Command at
Great Lakes allowed us to ship females on Thursday
and males on Friday � concessions they normally
make only during the summer surge.  MEPCOM also
got involved by allowing us to ship on Friday � a
concession also usually reserved strictly for the
summer surge.  This team effort made the difference.

Successfully reaching our monthly accession
and shipping goals is critical. Failure to do so starts a
trickle down effect that reaches all the way to the
fleet.  Failure to make goal leads to empty seats in
�A� School, and empty �A� School seats means
Sailors don�t get to the fleet when they should.  Fewer
trained Sailors in the fleet means some of your ship-
mates won�t get to go ashore when they were sched-
uled to because they won�t have a relief.  We must all

remember that, as recruiters, we aren�t just sending
people to boot camp; we�re molding future Sailors
and our future shipmates.  We�re building the �Navy
after Next,� one Sailor at a time.

To be honest, the fleet isn�t concerned with
whether Zone X, NRD Y, or Region Z makes their
individual monthly goals.  They care about having the
right number of people come through the front door
so that the right numbers of Sailors get to the fleet
when they�re needed.  As recruiters, we must remind
ourselves that the fleet is our only customer, and we
are here to fulfill their manning needs.

I commend each of you for pulling together to
achieve success in March.  I firmly believe that future
success depends on our ability to continue to work as
a team.  The bigger picture shows we have supporting
commands and organizations willing to assist us in
meeting our customer�s manning needs.  Our contin-
ued success is critical for the future of the fleet.  Keep
charging!

        RECRUITING:
SUCCEEDING AS A TEAM

NR
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In with the new - CNO Directed Force Master Chief Kenneth W. Cromer

How long have you been in
recruiting?

I have been in recruiting off and on
for 20 years, this is my fourth tour in
recruiting duty.  My first tour was in
the early eighties, as a recruiter at a
large station and then I was the
recruiter of a one-man station.
Later, I was the Recruiter-in-Charge
(RINC) of a small station.  My
second tour was in the early nine-
ties, at which time I was able to be
RINC at a medium station, a large
station and do some time as the
Zone Supervisor.  I had the opportu-
nity to sit in as a Career Recruiter
for a short period of time and gain
some exposure. Prior to my com-
mand here, I was the Command
Master Chief at Navy Recruiting
District Montgomery and then came
from there to here.

What are your top concerns as
you begin as CNO Directed
Master Chief of Recruiting?

My number one concern is the
Quality of Life (QOL) for our
enlisted recruiters and their families.
I think in all of our programs we
traditionally consider as QOL, we

could make improvements, but
the biggest place to make an
improvement is in the workplace
QOL.  If we can make our
recruiters more successful by
giving them the environment
where they enjoy coming to
work and when they leave they
are in a good frame of mind, then
the other QOL issues become
better.  If our recruiters are not
happy at work, if they feel they
are not successful, then it will

carry over into areas we tradition-
ally consider QOL.

How do you feel recruiting
impacts the tradition of the
Navy?

The biggest thing is the Admiral�s
(Voelker) �Main Thing� theory.
�Our main thing is to recruit the
very best young men and women
to serve in the world�s greatest
Navy, one future shipmate at a
time.�  No matter how technologi-
cally advanced we are or how
good our systems are, if we don�t
have the right people there to man
those systems, to man the ships
and do the job then the Navy can�t
accomplish its mission.  We have a
very big impact because we are
the ones who get the right people
to the right place to help others
man the job.  Our role is critical to
Navy mission accomplishment.

What initiatives do you wish to
reinforce on Navy recruiting
during your tenure?

There are several I think we can
improve significantly, one being the

Ombudsman Program.  The tradi-
tional Ombudsman Program doesn�t
exactly fit right into recruiting. Our
people are dispersed in small areas
away from all the Navy access we
normally have and for which the
Ombudsman program is designed.
We are looking at working with
Personnel Command to develop the
Ombudsman Program to better suit
recruiting needs and tap the Om-
budsman into the other services
assets that they may have in their
areas, and to better use the Ceridian
Lifeworks program. I feel we can
make some gains there. The second
place we need to work is in volun-
tary education.  It�s one of the main
selling points we present to prospec-
tive Sailors, but a lot of times we
don�t take the time or set the goals
to take advantage of those things
ourselves.    The third area is our
mentoring program and there are
two aspects to it. One, we need to
do a better job of mentoring our
Sailors and it goes all the way from
doing a good job on the whole
person in the evaluation system to
developing our Sailors to reach their
potential.  The second aspect is
bringing the Delayed Entry Program
into the mentoring realm.  As we get
the Sailors in the Navy and we get
ready to send them to basic training,
we focus a lot on preparing them for
basic, when we could do a better job
if we got the mentoring program
active between the recruiters and
fleet Sailors to build a personal bond
and prepare them for life in the
Navy as well as success in
bootcamp, making them part of the
team from the beginning.

Staying the Course
Interview conducted by JO2 Bashon W. Mann
Editor, Navy Recruiter Magazine
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As the new ad campaign begins, what is the state of
Navy recruiting?

I know we suffered from not having a good ad cam-
paign and we went several months without one at all,
and it showed up in our LEADS.  The new ad campaign
is fantastic and it will have the right impact on the
people we are looking for. We already see an increase
in the LEADS, and it will play a big part toward helping
us meet our overall effort and making the job a little
easier on the recruiters.

What is the greatest issue facing recruiting today?

I think the greatest issue is process alignment. We have
good people out there and I know from my past 20
years in and out of recruiting, the personnel we have are
as good or better than we have ever had.  A lot of times
we do not capitalize on their desire to be successful
because our processes are not aligned as well as they
could be toward supporting them. CNRC, and the whole
recruiting organization is designed to support and help
the field recruiters. If we align our processes to optimize
that and remove any barriers to their success, we will
enable them to be better at their jobs.

How do you perceive the relationship between
recruiting and the fleet?

I think we have a good relationship right now.  A big part
of the relationship problems we have had in our history
is that the fleet didn�t understand what recruiting was
really about.  My predecessor, Master Chief Holton, did
a really good job of communicating that to the Command
Master Chief community and getting the awareness out
from that angle.  Another factor which has helped a lot
has been the Recruiter Selection Team. The rapport
they have established with the Career Counselor
community has really helped build a bond of teamwork,
removing barriers.  I think the biggest impact on the
relationship is the recruiters returning to the fleet from
recruiting duty and what they have to say about their
success stories. In the past we were having manning
problems in the fleet and all the eyes were looking to
recruiting to fill those manning problems. We were not
able to keep up as retention was a problem.  Now the
leadership has shifted the focus to look at recruiting and
retention as a joint effort. We have a more cooperative
environment between recruiting and the fleet toward
meeting the end strength manning.

What ought Sailors (potential recruiters), concern
themselves with when anticipating shore duty and
the option of recruiting duty?

One of the first things you should do is find someone
who was a successful recruiter and get an idea of what
recruiting is like, what they can expect and what things
made the person successful in recruiting. This way you
can walk in the door already well along the path to
success.  One of the concerns to think about is to make
sure they do good financial planning.  For the most part,
recruiters are away from Navy assets and the normal
support available on the bases.  Sailors need to make
sure their budget and their financial planning is in line so
it won�t create a problem.  Potential recruiters also need
to do a little goal planning.  Look at where they want to
go and what are their personal goals and the goals of
their family; and develop a good plan. In the recruiting
environment it is real easy to get totally focused on the
production issues and procrastinate taking care of
yourself and your family.  Recruiters need to have a
good plan and make it a part of their time management
to do things to meet those goals.  Recruiters need to
keep in mind the transition the family is going through in
moving into recruiting and to make sure they are
established and have their needs met from the begin-
ning.  The last thing a Sailor needs coming into recruit-
ing is to try and focus their efforts on production and
recruiting when there are problems at home.

I am very excited about the direction we are headed in
Navy recruiting.  Right now we are looking at the way
we do business and developing best practices.  We are
looking for innovative ideas to become more effective at
what we do.  One of the things from my time in the past
I learned, in the fleet with the Smart Ship project, is that
Sailors really know what the problems are and the best
way to fix them are with people at the deck-plate level,
the recruiters.   As I get out and about in the force and
meet the recruiters, I�ll be looking for what challenges
they face.  What are things we can do better to support
them and in what ways do they think we can improve?
This input is the best we can get in determining what
direction we take as an organization to support them,
because ultimately it is why we are here.  The whole
recruiting organization exists to support those field
recruiters and we need their feedback to know what our
direction is. I am looking forward to this job and meeting
those recruiters. NR
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            THE REPORTS FROM the frontlines
are as ominous as they are numerous: The Air Force
is short 1,200 pilots; the Navy is protecting the seas
despite 12,000 empty billets; the Army has endured
perhaps its worst recruiting stretch in a generation,
falling short by 800 soldiers in 1998 and a staggering
6,500 in 1999; and after a decade of cutting and
deploying and making do, the military�s ranks have
shrunk by 700,000.

As America�s defenses are suffering from a
manpower shortage, the nation�s high school gradu-
ates are suffering from a shortage of a different kind
- one that�s just as critical to America�s security and
future. Lacking the skills, the confidence, the disci-
pline and the know-how to succeed in the New
Economy, many high school graduates are not
prepared for the high-tech world they enter after
commencement. It�s not difficult to recognize that the
military needs them, and they need the military.

This give-and-take relationship is as old as
America itself: America�s young make a commitment
to their country, and their country makes a commit-
ment to them. The bargain has paid great dividends
for both sides over the decades. But standing in the
way of this critical covenant at this critical moment in
history is a most unlikely obstruction - high school
administrators with an agenda.

The War at Home. Once confined to
college campuses, the practice of denying military
recruiters access to students has seeped down to high
schools. Individual principals and school corporations
alike are shutting their doors to the military. Some are
motivated by a kind of flower-child pacifism; others
seek to challenge the Pentagon�s policy on homosexu-
als in the military.

Regardless of their motives, the results are
the same: After a nationwide review, the House
Armed Services Committee uncovered 19,228
separate instances of military recruiters being denied
access at high school campuses in 1999 alone, the

most recent year in which statistics were gathered.
At least 600 schools ban military recruiting of

all kinds. Fully one-quarter of America�s 21,000
secondary schools place some sort of restriction on
recruiting activities. And more than 4,000 refuse to
share directory information such as phone numbers
and addresses with military recruiters.

If you think this doesn�t have an impact on
recruiting, think again. According to the House
Armed Services Committee, military recruiters
widely contend that their inability to gain access to
contact information is the �single biggest obstacle to
carrying out their recruiting mission.�

Because of the anti-military climate on high
school campuses, some recruiters are forced to set
up meetings with students through teachers who
served in the military. Others are reduced to offering
free tutoring just to gain access to students.

It�s little wonder Adm. Vern Clark, Chief of
Naval Operations, declared during a Senate hearing
last fall, �We are at war for people.� And the military
is losing this home-front war. As a direct conse-
quence America�s military is becoming less able to
deter and wage the wars it was made to fight.
Indeed, the House Armed Services Committee
contends that the practice of denying access to
military recruiters is undermining the national defense
�by making it more difficult to recruit young Ameri-
cans in the quantity and of the quality necessary for
maintaining the readiness of the armed forces.�

Echoing these and other findings, Legion
Resolution 114 urges Congress to pass legislation that
would �encourage high schools to allow access to
military recruiters.� The resolution was ratified at the
2000 National Convention in Milwaukee.

Flawed Solutions. The nation�s lawmakers
are finally taking notice. The fiscal 2000 Defense
Authorization Act called on high schools to grant
military recruiters �the same access to secondary-
school students, and to directory information con-

The War For Recruits
High-school graduates are being denied opportunities, as

principals bar military recruiters from campuses.
By Alan W. Dowd
April Issue, Vol. 150, No. 4
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cerning such students, as is
provided generally to post-
secondary educational institutions
or to prospective employers.�

Although Congress stopped
short of imposing any financial
penalties for noncompliance, Sen.
Tim Hutchinson, R-Ark., led an
effort to put teeth into the law.
Hutchinson�s Military Recruiter
Access Enhancement Act sought
to deny federal education assis-
tance to high schools that bar
military recruiters from campus or
refuse to share student-contact
information with recruiting offic-
ers. Federal laws making the
same requirements of colleges are
already on the books (Rep. Joel
Hefley, R-Colo., introduced a
companion bill in the House.)

�It�s extremely important
that members of our armed
services be allowed to talk to
students about a career in the
military,� said Hutchinson, who
chairs the Senate Armed Services
Personnel Subcommittee. �An all-
volunteer force doesn�t just
happen. The combined effect of
the strongest economy in 40 years
and the lowest unemployment rate
since the establishment of an all-
volunteer armed force makes
recruitment especially challenging.
We owe it to these recruiters to
do all we can to help them suc-
ceed in their efforts.�

Despite its apparent
necessity, Hutchinson�s bill wasn�t
included in the fiscal 2001 De-
fense Authorization Act. Instead,
Congress worked out a compro-
mise aimed at achieving the same
objectives without threatening to
cut federal dollars. The new law
exempts two categories of high
schools from federal review:
private schools with religious
objections to military service and
institutions governed by school

boards that have decided by
majority vote to deny access to
recruiters.

However, this compro-
mise solution lacks any real
enforcement mechanism and
creates a bureaucratic maze that
will confound Pentagon officials
and perpetuate the current
problems.

Under this measure, when
a high school denies access to a
recruiter the secretary of defense
will dispatch a colonel (or captain,
in the case of the Navy) to meet
with representatives of the school
and encourage them to allow
military recruiters on campus. If
the school continues to deny
access, the secretary of defense
will then ask the state�s governor
for assistance in breaking the
impasse. If that doesn�t work, the
secretary of defense must notify
the state�s U.S. senators, the
congressman who represents the
defiant school, the secretary of
education and a slew of congres-
sional committees.

From the initial denial of
access to the last round of official
notifications, this process could
last more than a year. And even
then, the defiant school could
feasibly continue to bar military
recruiters from campus without
fear of sanction. That doesn�t
sound like much of a solution.

Statehouse vs. School-
house. However, since this issue
cuts across all levels of govern-
ment - from Capitol Hill to the
statehouse to the local school
board - some states are trying to
solve the problem on their own.

According to Navy recruit-
ing officials, 25 state legislatures
have pried open their public high
schools to military recruiters.
Although they are by no means
uniform, most of these state

measures follow the model set
forth by Congress in the fiscal
2000 defense bill, with one
significant difference: Whereas
the 2000 defense bill �requested�
schools open their doors to
military recruiters, the states are
requiring it.

One of the states just added
to that list of 25 is Indiana, which
passed its �equal-access� law last
year.

In 1999, the state�s
Commission on Military and
Veterans Affairs found that 5
percent of Indiana high schools
barred military recruiters from
campus and 48 percent refused to
share class listings or other
contact information. As a result,
military recruiters in Indiana were
forced to cross-reference infor-
mation in high school yearbooks
with listings from local phone
books.

�I was shocked,� says
Jim Atterholt, one of the state
lawmakers who helped write the
Indiana law. �All I could think
about was a highly decorated
serviceman reduced to hunting for
names in the phone book and then
making cold calls.� From
Atterholt�s perspective, �This is
similar to the way our Vietnam
veterans were treated upon
returning home. While it�s more
subtle, it�s just as shameful.�

Atterholt�s measure won
bipartisan approval from the
state�s Republican Senate, Demo-
cratic House and Democratic
governor. Even so, fully half the
states have yet to hammer out a
legislative remedy to this problem.
That�s why Atterholt believes
Hutchinson�s bill is necessary.
�It�s only natural for the federal
government to get involved,
because its primary role is national
defense,� he argues. cont.
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Pluses and Minuses. Just
as Congress and the states are
trying to solve the recruiting
problem, the services themselves
are tackling it from a different
angle.

Last year, for example, the
Army unveiled an eyebrow-raising
program called GED Plus, which
promises to sign up an additional
6,000 new troops annually. But it
raises eyebrows for all the wrong
reasons: None of the program�s
new enlistees will be high school
graduates.

Under GED Plus, selected
recruits earn their General Equiva-
lency Degree at the Army�s
expense before they begin basic
training. The Army believes there
are at least 500,000 high school
dropouts who meet the GED Plus
standards.

But consider the perverse
nature of what the military is being
forced to do: Rather than connect-
ing with high school seniors and
juniors while they are in school, the
military is ordered to wait in the
wings until they drop out. And
thousands of high school students
do exactly that every year, sen-
tencing themselves to grim futures.
Because their principals have put
personal agendas and biases ahead
of students� education and devel-
opment, these young men and
women just give up, not realizing a
career in the military could change
their lives.
        Through luck or desperation,
some small percentage of them
will be enticed by the GED Plus
program. Of course, by such time
many of them will literally be out
of reach - some because their lives
have taken a turn for the better,
but many because their lives have
taken a turn for the worse. Life
isn�t easy for high school dropouts
in 21st Century America.

Military service may not be a
perfect fit for everybody, but it is
for some. And it can be the
difference between a life of
opportunity and a life of dead
ends. As Hutchinson argues,
�High schools that deny access to
military recruiters prevent students
from receiving information about
educational and training incentives
offered by the armed forces,
impairing their career decision-
making process.� Even so, with
the 107th Congress sharply
divided, the prospects of
Hutchinson�s bill resurfacing
anytime soon seem bleak.

Making a Connection.
The military spends $2 billion
every year on recruiting and $268
million on advertising. But as the
recruiting woes of the last decade
illustrate, it�s not glitzy ad cam-
paigns or cash bonuses which
awaken the spirit of a would-be
recruit. In most cases, young
people need to see the uniform,
shake the hand and hear the story
of someone who has been to
Korea or Kuwait or Kosovo
defending freedom�s frontiers.
Nothing can replace that personal
connection.

It�s obvious thousands of
school administrators are all too
willing to prevent the military from
making the connection with a new
generation of Americans. Nothing
short of an ultimatum from state
or federal lawmakers will change
that. And until that happens, the
nation�s defenses and high school
graduates will continue to suffer.

Alan W. Dowd is a freelance writer
and a former associate editor of The
American Legion Magazine.
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Our Navy Tech Prep Partner-
ships are growing at a steady pace.
To date, we have 60 agreements in
15 recruiting districts.
        Additional rating offerings are
being introduced into existing
partnership, as at least 20 more
agreements are pending.

This past year our emphasis
was to build a pipeline of agree-
ments.  The pipeline is in good shape
and it is time to load it with
DEPpers.  If each agreement had
only one DEPper that would be 58
more young people entering the
Navy and completing an associate�s
degree.  Each Navy Tech Prep
student increases our visibility on the
college campus.

Tech Prep is a mechanism to
increase our presence on the 2-year
campus.  Currently we are the only
military active in the Tech Prep
Program.  We are unique in Tech
Prep among international corpora-
tions such as Boeing, Caterpillar,
Motorola, Marriott and the
Automotive Dealers Association.
In fact, our Navy Tech Prep Part-
nership is used as a model to the
private sector to show how it
combines education, training and
work experience.

Use this tool to penetrate your
2-year college market.  Tech Prep
has and can be an avenue for
community college access in addition
to contracts.  It has improved
relations with high school and
community college educators as they
see how the Navy encourages
completion of college and degree
attainment.  Tech Prep actualizes our
�earn while your learn� concept.

 Former Secretary of the Navy,
Richard Danzig, has said that every
Sailor is a student.  We have the
tools and the opportunity to make it
a reality.

CNRC TECH PREP UPDATE

NR
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       Central Texas College to grant credit for Navy work

Story by RICHARD L. SMITH
Tribune-Herald staff writer
Waco, Texas

U.S. Navy recruits will soon have new
educational opportunities deep in the
heart of Army country.

Central Texas College in Killeen is among the
five community college systems in the state from
which a degree can be earned through combining
civilian education with Navy technical training. The
other colleges participating in the Navy�s technical
preparatory (TechPrep) programs are San Antonio
College, Dallas County Community College District,
Lamar State College-Port Arthur and El Paso
Community College District. James Jones, Central
Texas College�s TechPrep director, said he hopes
the institution will begin offering the programs in
April.

High school graduates who seek certain Navy
jobs in the TechPrep program can enlist in that
branch�s delayed entry program. The recruit may
then take summer and fall classes for core subjects
before entering the service, said Bill Case, educa-
tion specialist with the Navy Recruiting District in
Houston.

Once the Sailors have gone through military
training, they then attend Navy technical schools for
their occupation. They can earn college credit for
those courses and return to community college after
their enlistment is up to finish their associate�s
degree, Case said.

The program benefits both the college and the
Navy, officials say. The college attracts students
they might not otherwise have � those drawn from

the middle of their high school graduating classes.
�We win because we get people who are

motivated and educated,� Case said.
The Navy program also helps servicemembers

to compete in the civilian market, where increasing
numbers of high school graduates are attending
college, Navy officials said.

Several different Navy occupations and
courses have been approved for the Texas colleges
participating. Jones said the programs approved for
Central Texas College by the Texas Higher Educa-
tion Coordinating Board are associate in applied
science degrees in heavy equipment technology,
nuclear electronics and criminal justice.

Jones said other Texas community and techni-
cal colleges are considering participating in the
Navy�s TechPrep program. The number of Navy
recruits from Texas make such programs feasible,
he added.

�Between 10 and 11 percent of the Navy�s
recruiting class comes from Texas,� Jones said.

Central Texas College has instructors at
locations throughout the world teaching classes to
military personnel. Those locations include Ger-
many, Japan, Okinawa and Korea. Also, some
Central Texas College instructors live aboard some
of the Navy�s larger ships where they teach college
classes, Jones said.

GOOD CREDIT!

NR
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Navy Recruiting Station (NRS) Pasadena takes
the time and puts in extreme effort to get to know
and keep their new recruits involved and interested.
Their new
recruits,
participating in
the Delayed
Entry Program
(DEP), attend
regular
meetings
consisting of
mustering up,
Navy instruc-
tion,  receiving
rewards, and a
review quiz in
which the
DEPpers win
prizes. They
also partici-
pate in
barbeques,
and a Christ-
mas party.

�We are
preparing them as much as possible for boot camp�
said MM3 Todd Rogers. Plans for the future include
a bowling night and trips to Corpus Christi to get a
full tour of ships, galley, gym and exchange.

When DEPper, Juan Hernandez was asked if
he thinks he is prepared for what lies ahead, he
responded, � I always feel welcome and feel I am
ready to go (to boot camp)�.  When I�m hanging out
with my friends I look around and think, I am going
somewhere with my life, I didn�t want to end up
working in the factories like my friends.�

Story and photo by Christina Johnson
NRD Houston Public Affairs Officer

    NRS PASADENA is making sure
                  they�re READY
          DEPpers are meeting boot camp eager for a challenge

 Another DEPper, Claudia Salas, when asked
why she chose the Navy, responded  � I am ready to
give my full effort and take on boot camp, I plan on

retiring from
the Navy.�

Com-
mander Jeff
King, Com-
manding
Officer, Navy
Recruiting
District Hous-
ton recently
visited NRS
Pasadena. �I
was met at the
door by a
DEPper who
obviously knew
how to salute
and welcome
me to the
station. Upon
entering, I was
greeted by over
25 young

people in ranks. The DEPpers asked questions and
answered mine. It was obvious they had been pre-
pared well for recruit training and beginning  their
Navy career at boot camp. One thing we talked at
length about was pride in what they had done in
joining the Navy. It was evident to me that their
recruiters had done a great job in motivating and
preparing their DEPpers.�

Delayed Entry Program participants Juan Hernandez and Claudia Salas, with
MM3 Todd Rogers, enter Navy Recruiting Station Pasadena, requesting
permission to come aboard. Learning to salute properly is part of their training
before entering boot camp.

NRS PASADENA

NR
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Memphis.  Land of
paddlewheel riverboats, home of
Elvis Presley and more recently,
touring ground for the Commander
of Navy Recruiting.

RADM George Voelker
toured local recruiting stations
throughout Tennessee, Arkansas
and Mississippi during a two-day
visit to NRD St. Louis�s zones six
and seven.  NRS North Memphis,
NRS Dyersburg, NRS Jackson,
NRS Collierville and OPO Mem-
phis were on the schedule, fol-
lowed by NRS West Memphis,
NRS South Memphis, NRS Oxford
and NRS Tupelo the following day.

The admiral spoke with
recruiters from each station and
also had a chance to meet a few
prospective recruits in the offices.
He took the chance to update the
Sailors on initiatives taking off in
the Navy including the new
recruiting ad campaign, �Acceler-
ate Your Life.�

�We dropped everything we
had and went with a new com-
pany, Campbell-Ewald,� said
Voelker.  �In the past, we were a
small client of a large company.
With Campbell-Ewald, we are the
largest client they have and they
are more willing to move around
with our changing needs.�

The admiral then gave
everyone in each station a sneak
preview of the new commercials,
including the new �Men of Honor�
spot.

�Not only will this ad air on
TV,� he said, �but it will also be on
the lead of 800,000 copies of the
video when it hits the stores in
April.�

The admiral then brought up
the ever-changing technology
available to recruiters and how he
hopes to bring it to the field.
Voelker spoke of the information
that could be transmitted via high
tech beepers and his hopes to
have every recruiter linked up to

national LEADS through modern
communications.

�I�d like to have every
recruiter in the field carrying one
of these,� he said as he displayed
his pager.  �In the future, a person
would call the national LEADS
number and within minutes, a local
recruiter would have that person�s
name, phone number, age, address
and even the best time to contact
them.

As he opened up the floor to
questions, the rumors about
Special Duty Assignment Pay
were brought to light.

�The authorization to in-
crease SDAP was passed by
congress,� explained Voelker, �but
the funding bill wasn�t increased.
Basically, they said we could give
you more money, but they didn�t
give us any money to pass out.  I�ll
tell you the truth. I see your SDAP
moving up some, but there is no
way it will go up to $600 like Navy
Times is reporting.  No matter
how much I would like to tell you
it will be in your check, it�s just
fiscally impossible.�

As the admiral left each
office, work went back to normal.
Calls were made, appointments
were set and young recruits were
put into the Navy.  The recruiters
filling those seats, though, had an
update on the future of their jobs.

SOUTHERN
            COMFORT

By JO1(AW/SW) Kelly Firebaugh
NRD St. Louis Public Affairs

           Admiral Voelker gives the scoop to recruiters below the Mason-Dixon LineS

NR
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Story by Dale L. Anderson
CNRC Advertising and Marketing Dept.

...GAME ON
Contest promises Goal Free month for winners

Above: The new �Accelerate Your Life� CD-ROM.
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Competition is healthy.
You don�t need to look very far in
American culture to see that
competition inspires top perfor-
mance. What holds true for
professional athletes or corporate
officers also holds true for Navy
recruiters.

The most recent effort to
promote competition among
recruiters is one that offers a
goal-free month for the winning
stations. Known as the �Acceler-
ate Your Life� Campaign,� it is
also a good way to measure the
success of a new recruiting tool.

An interactive mini-CD
designed to help dispel some of
the misconceptions that many
applicants have about the Navy
has been distributed to the field,
according to NCCS Glenn Trudell.

Trudell works as a
Program Advertising Manager
(PAM) in Millington, Tenn. He is
responsible for making sure
recruiters in the field have the
tools they need to do their job. As
a member of the Career Recruiter
Force he also serves as an advisor
on advertising and marketing
issues.

�I was brought in to this
position because they wanted
someone with field perspective,�
said Trudell.

In an effort to meet the
needs of the recruiters working
around the nation, the Marketing
Department of CNRC has
created interactive mini-CD
products in the past, but this is the
first mini CD placed directly in the
recruiter�s hand to help him/her
sell Navy. Trudell said that this
new product should prove more
useful because of changes in the

way it is being used compared to
past direct mailed CDs.

�This is an excellent
opportunity to get significant
returns on our investment,� said
Trudell. �That is why we need to
get them in the hands of the
individual recruiters for distribu-
tion.�

The contest, according to
Trudell, will have at least two
major benefits.

�Competition in recruit-
ing, or any sales force, is a healthy
thing,� said Trudell. �The most
competitive people make the best
sales people. So, why not a
contest that offers an incentive to
go out there and go above and
beyond. The other thing the
contest was going to do was make
sure the mini-CD was being used
in the context it was designed.�

The mini-CD is not
intended for mass distribution.
According to Trudell the idea is to
target specific individuals and
answer their questions with the
mini-CD. He said that if a re-
cruiter is passing the item out to
every high school freshman that
passes by in a job fair, the re-
cruiter is missing the point. More
importantly, the recruiter is missing
the opportunity to effectively use a
very good tool.

�A lot of potential Sailors
have misconceptions about the
Navy,� said Trudell. �Recruiters
know that if they can get these
people in the chair and answer
their questions they can move to
the next step. This mini-CD will
help get them in the chair.

�The contest,� he added,
�is a way to help us ensure the
product is being used properly and

it is a way to let the recruiters in
the field earn something meaning-
ful for their efforts.�

The contest is structured
to allow equal opportunity for all
stations, large and small, to win a
goal-free month.

  �The contest is based on
recruiter performance,� said
Trudell. �By setting it up this way,
and making it regional, the small
stations have an equal chance to
win the prize.�

Each recruiter will only
receive 75 mini-CDs. The contest
results will be determined by
counting net new contracts for
April through June that were
generated by use of the mini-CD.
The total will be averaged by the
number of recruiters at the station
providing a �net new contract
average� for the station. This
formula allows stations of all sizes
to compete on a �level playing
field� according to Trudell.

�We tried hard to make
the contest one that recruiters
would be eager to get involved
with,� said Trudell. �We really
want the program to work. We
believe this tool can be a real asset
in the field, but because it is costly
to produce, we need to ensure
they are used in the most effective
manner possible.�

Region goals will be
adjusted at the national level to
compensate winning stations,
according to the
COMNAVCRUITCOM policy
memoprandum 04-01 distributed
by CNRC describing the contest.
The message and information on
the use of the mini CD with Navy
computers is available on Show-
case. NR

 https://showcase.cnrc.navy.mil/whatsnew/accelcampaign.htm.
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Got a tough question about
Recruit Training Command?

Visit Recruit Training Command’s Web site at
<www.ntcpao.com/rtc.htm>.

WASHINGTON � We�ve all had the
feeling.Another driver gets behind your car and
follows too close. Or some idiot on the freeway shifts
lanes abruptly and  without signaling.

What those other people are doing is called
aggressive driving. And all too often today, aggressive
driving escalates to road rage.

One extreme case was in Birmingham, Ala.
Gena Foster, a 34-year-old mother of three, got into a
vehicular disagreement that left one dead.

As she got on a local freeway, she cut in front
of Shirley Henson, a 40-year-old secretary with a
teen-age son.  Witnesses said Henson flashed her
headlights.  Foster stepped on the brakes. Over four
miles, the two drivers attacked each other, weaving in
and out of traffic until both took the same freeway
exit ramp. Foster got out of her car and ran toward
Henson shouting. Henson took a pistol from her glove
compartment, opened her window and killed Foster
instantly with a shot to the face.

Traffic congestion is getting worse. More and
more people are spending more and more time on the
road. The National Highway Traffic Safety Adminis-
tration here says they have no hard statistics for
aggressive driving and road rage incidents, but
anecdotally they believe it is getting worse.

NHTSA officials are working with the states to
develop a definition of aggressive driving. The
working definition is two or more unlawful driving
acts in congested traffic.

�This includes speeding, tailgating, red-light-
running,improper passing and other moving viola-
tions,� said NHTSA spokeswoman Liz Neblett.
�Aggressive drivers are more likely to engage in high-
risk and discourteous driving behavior.�

DoD is among the entities looking into aggres-
sive driving, because car accidents account for about
65 percent of the fatalities in the armed services,

according to Phyllis Moon, an Army safety and
occupational health manager based in Atlanta.

�In the military, we train young men and women
to be aggressive, to be risk-takers,� she said. �We
train them 12 to 18 hours per day, and then we expect
them to turn off this aggressiveness when they go off
duty?�

Moon said activities to curb aggressive driving
today are analogous to efforts to curb drunken driving
in the 1980s.

�In the 1980s driving under the influence was an
accepted norm,� she said. �People are just beginning
to realize that aggressive driving is a problem. People
are just now developing programs to combat it.�

The programs concentrate on recognizing
aggressive driving and what to do to combat it. �The
programs also stress how to recognize aggressive
driving in yourself and how to control it,� Moon said.

The Army�s Forces Command is working on a
program called Combating Aggressive Driving. The
command plans a pilot test at Fort Polk, La.

�There is a lot of interest in the program,� Moon
said.

�We�re hoping we can bring it to the forefront
and at least start an awareness campaign � a
behavior modification campaign � and reduce the
number of soldiers who die.�

If the Fort Polk test is successful, the program
will move to the rest of the Army and then possibly to
DoD, Moon said.

Related sites:
http://www.nhtsa.dot.gov� >NHTSA home

page</a>, www.nhtsa.dot.gov.<a href= �http://
www.nhtsa.dot.gov/people/injury/enforce/
aggressdrivers/aggenforce/define.html� >Aggressive
driving vs. road rage, www.nhtsa.dot.gov/people/

injury/enforce/aggressdrivers/aggenforce/
define.html.

T      aking the Rage out of Aggressive Driving
By Jim Garamone
American Forces Press Service

NR
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March

For the month
of

* Italic lettering denotes previous FY01 winners.

Our goal
Every station successful
Every recruiter successful
NRD Atlanta
NRS Lagrange
NRS Douglasville
NRS Roswell
NRS South Dekalb
NRS Duluth
NRS Columbia
NRS Anderson
NRS Sumter
NRS Summerville
NRS Griffin
NRD Buffalo
NRS Hornell
NRS Lockport
NRS Batavia
NRS Henrietta
NRS Saratoga Spgs
NRS Danbury
NRS Middletown
NRS Bristol
NRD Chicago
NRS Burlington
NRS Chicago
NRS Dekalb
NRS Downers Grv
NRS E. 92nd St.
NRS Galesburg
NRS Hyde Park
NRS Janesville
NRS Kankakee
NRS Laporte
NRS Peoria
NRS Pulaski
NRS Round Lake
NRS Sterling
NRS Valaparaiso
NRS Waukesha
NRD Dallas
NRS Duncan
NRS Tyler
NRS Irving
NRS Plano
NRS Altus
NRS Desoto
NRS Mc Kinney
NRS Hurts
NRS Hillsbore
NRS Norman
NRS Ardmore
NRS Abilene
NRS Garland
NRS Mcalester
NRS Witchita Falls
NRS Jacksonville
NRS Mt. Pleasant
NRS Ft. Worth
NRS Seminary

NRS Grand Praiire
NRS Mesquite
NRS Sherman
NRD Denver
NRS Arvada
NRS Security
NRS Pueblo
NRS Castle Rock
NRD Houston
NRS Aldine
NRS Bayton
NRS Cleveland
NRS Dayton
NRS Humble
NRS Nacogdoches
NRS New Iberia
NRS Opelousas
NRS Orange
NRS Pinemont
NRS Rosenberg
NRS Spring
NRS Stafford
NRS Texas City
NRS Willow brook
NRD Indianapolis
NRS Aurora
NRS Bloomington
NRS Columbus
NRS Crawfordsvill
NRS Danville
NRS Fort Wayne
NRS Huber Hts
NRS Marion
NRS Terre Haute
NRS Western Hills
NRD Jacksonville
NRS Bainbridge
NRS Lake City
NRS Brunswick
NRS Cocoa Beach
NRD Kansas City
NRS Blue Springs
NRS Broken Arrow
NRS Grandview
NRS Hays
NRS Independence
NRS Kansas City
NRS Muskogee
NRS Overland Park
NRS Sand Springs
NRS Springfield W.
NRS Tulsa East
NRS Tulsa South
NRS Warrensburg
NRD Los Angeles
NRS Ridgecrest
NRS Kapolei

NRS Santa Clarita
NRS Lompoc
NRS Thousand Oaks
NRS Kaneohe
NRS Carson
NRS W. Bakersfield
NRS Guam
NRD Miami
NRS Hialeah
NRS Mayaguez
NRS Metro Miami
NRS Naples
NRS Plantation
NRS Pt. Charlotte
NRS Port Richie
NRS Temple
Terrace
NRS St. Croix
NRS South Miami
NRD Michigan
NRS Dearborn
NRS Mt. Clemens
NRS Holland
NRS Bay City
NRS Greenville
NRS Westland
NRS Trverse City
NRS Midland
NRS Saginaw
NRS Gaylord
NRS Cheboygen
NRS Ludington
NRS Westland
NRS Adrian
NRS Cadillac
NRS Lapeer
NRS Eastpoint
NRD Minneapolis
NRS Cambridge
NRS Coon Rapids
NRS Eau Claire
NRS Green Bay
NRS Lacrosse
NRS Madison
NRS Marinette
NRS N. St. Paul
NRS Rice Lake
NRS Wausau
NRS West Bend
NRD Montgomery
NRS Greenwood
NRS Gautier
NRS Saraland
NRS Enterprise
NRS Montgomery
NRS Prattville
NRS Selma
NRS Jasper
NRS Philadelphia
NRS Anniston
NRS Sylacauga
NRD Nashville
NRS Bowling Green
NRS Florence
NRS Frankfort
NRS Hopkinsville
NRS Huntsville
NRS Knoxville
NRS Lexington
NRS Maryville
NRS Morristown

NRS Murfreesboro
NRS Tullahoma
NRD New England
NRS Rutland
NRS Germany
NRD New Orleans
NRS N Baton Rouge
NRS Monroe
NRS Eldorado
NRS Conway
NRS Batesville
NRS Gretna
NRD New York
NRS Elizabeth
NRS Melrose
NRS Jersey City
NRS Long Island Cty
NRS N. Plainfield
NRS Lindenhurst
NRS East Orange
NRS Harlem
NRS Hicksville
NRS Hackensack
NRS East Brunswick
NRS White Plains Rd
NRS Newark
NRS Brooklyn
NRS Morristown
NRS North Bergen
NRS South St
Seaport
NRS Westchester Sq
NRS Red Bank
NRD Ohio
NRS Toledo
NRS Defiance
NRS Findlay
NRS Miracle Mile
NRS Elyria
NRS Norwalk
NRS Lakewood
NRS Medina
NRS Lorain
NRS Boardman
NRS Maple Heights
NRS Ashtabula
NRS E. Liverpool
NRS Canton
NRS Barberton
NRS Zanesville
NRS Newark
NRS New Philadel-
phia
NRS Wooster
NRS Belfontaine
NRS Columbus East
NRS Columbus West
NRS Columbus N.
NRS Chillicothe
NRS Lancaster
NRS Portsmouth
NRD Omaha
NRS Fargo
NRS Kearney
NRS Bellvue
NRS Bemidji
NRS Spencer
NRS Ames
NRS Watertown
NRS Lincoln
NRS Moline

NRS Mason City
NRS Burlington
NRD Philadelphia
NRS Annapolis
NRS Bel Air
NRS Cottman
NRS Easton
NRS Glen Burnie
NRS Hagerstown
NRS Laurel
NRS Newark
NRS Salisbury
NRS Trenton
NRS Waldorf
NRS West Chester
NRD Phoenix
NRS Ahwatukee
NRS Bell Canyon
NRS Christown
NRS Desert Sky
NRS Durango
NRS Flagstaff
NRS Gallup
NRS Hobbs
NRS Las Vegas
NRS Los Lunas
NRS Metro Center
NRS Mission Park
NRS Paradise Valley
NRS Rio Grande
NRS Roswell
NRS Saguaro Valley
NRS Sante Fe
NRS Sierra Vista
NRD Pittsburgh
NRS Morgantown
NRS Steubenville
NRS Franklin
NRS Meadville
NRS Indiana
NRS Warren
NRS Altoona
NRS Bloomsburg
NRS Hummels
Wharf
NRS Williams port
NRD Portland
NRS Idaho Falls
NRS Klamath Falls
NRS Longview
NRS Nampa
NRS Roseburg
NRS Salem
NRS Salmon Creek
NRS Springfield
NRS Twin Falls
NRD Raleigh
NRS Concorde
NRS Hickory
NRS Fayetteville
NRS Shelby
NRS Mount Airy
NRS Rockingham
NRD Richmond
NRS Chester
NRS West End
NRD San Antonio
NRS Hollywood Pk.
NRS N.E San
Antonio
NRS Ingram

NRS New Braunfels
NRS Killeen
NRS Marble Falls
NRS Temple
NRS El Paso North
NRS Odessa
NRS Plainview
NRS North Austin
NRS Round Rock
NRD San Diego
NRS Costa Mesa
NRS Escondido
NRS Hemet
NRS Imperial Bch
NRS Mira Mesa
NRS Orange
NRS Poway
NRS Redlands
NRS Riverside
NRS Temecula
NRS Tustin
NRS Vista
NRD San
Francisco
NRS Sunnyvale
NRS Antioch
NRS Vacaville
NRS Chico
NRS Redding
NRS Woodland
NRS Clovis
NRS Fresno
NRS Hanford
NRS Modesto
NRS Sonora
NRD Seattle
NRS Bellingham
NRS Oak Harbor
NRS Woodinville
NRS Puyallup
NRS Chehalis
NRS Colville
NRS Yakima
NRS Moscow
NRS Moses Lake
NRS Lewiston
NRS S. Ancourage
NRS Fairbanks
NRD St. Louis
NRS Effingham
NRS Marion
NRS Mehlvill
NRS Mid-Town
Memphis
NRS S. Memphis




